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SECOND  ANNUAL  REPORT  ON  THE  AFFIRMATIVE  ACTION  PROGRAM 
FOR  WOMEN  EMPLOYEES  IN  THE  MINISTRY  OF  TREASURY, 
ECONOMICS  AND  INTERGOVERNMENTAL  AFFAIRS 


Policy  Commitment  and  Involvement 

1.  On-going  commitment  and  involvement  has  been  maintained  by 
the  Deputy  Minister  and  senior  management  in  periodic  meet¬ 
ings  between  the  Women's  Coordinator  and  Policy  Committee 
and  in  developing  the  Ministry  Action  Plan.  The  Deputy 
Minister,  General  Manager  and  Director  of  Personnel  have 
met  with  the  Women's  Advisory  Committee  to  review  program 
development  and  policy  changes. 

2.  Significant  management  involvement  took  place  in  1976  when 
briefing  sessions  on  the  objectives  of  the  affirmative  action 
program  were  held  by  the  Women's  Coordinator  and  an  outside 
consultant,  James  Bennett.  The  Deputy  Minister,  Assistant 
Deputy  Ministers,  General  Manager,  Executive  Directors,  and 
Directors  all  attended  these  meetings  to  review  the  guide¬ 
lines  for  managers  in  implementing  affirmative  action  and 
setting  objectives  for  1976/77  (see  Appendix  A).  Following 
those  meetings,  the  Women's  Coordinator  and  Personnel  Offi¬ 
cers  met  with  Directors  individually  to  discuss  development 
plans  for  each  woman  in  the  branch.  Objectives  for  each 
branch/division  will  be  filed  by  the  managers  by  May  and 
reviewed  by  Policy  Committee  (see  Appendix  B) . 

3.  The  Women's  Coordinator  has  made  presentations  on  the  pro¬ 
gram  to  several  staff  groups  at  the  request  of  the  branch 
director,  including  three  of  the  five  regional  offices. 

She  also  participates  in  the  orientation  program  for  new 
employees . 

4.  Information  Services  Branch  has  provided  coverage  of  the 
activities  of  the  Women's  Advisory  Committee  and  the  Women's 
Coordinator  through  Staff  Bulletins  and  Personnel  News.  At 
present,  they  are  providing  editorial  services  for  brochures 
relating  to  the  affirmative  action  program. 

5.  Periodic  meetings  are  held  with  senior  Personnel  staff,  the 
Executive  Director  and  General  Manager,  Administration  to 
reviev;  progress  in  implementing  the  Ministry  Action  Plan. 

6.  It  was  originally  anticipated  that  the  Affirmative  Action 
Program  would  be  integrated  into  on-going  Ministry  programs 
and  policies  by  the  fall  of  1976.  However,  due  to  setbacks 
encountered  through  the  Government-wide  freeze  on  external 
recruitment  and  the  considerable  constraint  experienced  in 
the  Ministry  in  freezing  vacancies,  eliminating  some  senior 
positions,  and  re-organizing  staff  functions,  program  imple¬ 
mentation  has  been  delayed  in  some  regards.  Therefore,  the 
program  will  continue  with  top-level  support  and  continuing 
resources,  and  progress  will  be  reviewed  in  March  1977. 
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II . 


Assignment  of  Responsibilities 
1.  Office  of  the  Women's  Coordinator 


A  full-time  Women's  Coordinator,  Glenna  Carr,  and  her  assis¬ 
tant,  Anne  Marie  Fairweather,  continue  to  carry  out  the  planning, 
development  and  evaluation  of  the  program.  Some  projects,  such 
as  the  career  development,  resume  and  interview  workshops,  have 
been  implemented  through  the  Office  of  the  Women's  Coordinator, 
in  cooperation  with  Personnel. 

2 .  Women's  Advisory  Committee 

The  31-member  Women's  Advisory  Committee  continued  to  hold 
regular  meetings  once  a  month  to  identify  problems,  set  prior¬ 
ities  and  review  progress  (see  Appendix  C  for  Membership  List). 

In  1975/76  a  total  of  13  meetings  were  held  including  a  one-day 
orientation  for  new  members  in  September  1975  and  a  special 
meeting  to  discuss  the  Ministry  Action  Plan  in  November. 

Several  sub-committees  have  provided  program  support  and 
developed  new  projects  and  proposals: 

(a)  The  Part-time  Committee  designed  and  conducted  a 
survey  of  all  employees  and  developed  a  proposal 
for  establishing  a  pilot  permanent  part-time  pro¬ 
ject  which  was  subsequently  forwarded  by  the 
Ministry  and  approved  by  the  Civil  Service  Com¬ 
mission  . 

(b)  The  Interview  Workshop  Committee ,  with  Personnel 
and  outside  resources,  designed  a  three-part  pro¬ 
gram  preparing  staff  for  interviews,  including 
the  production  of  a  videotape,  original  reference 
material  and  simulated  interview  situations. 

Members  of  the  Committee  assisted  in  conducting 
three  pilot  workshops  in  1976. 

(c)  The  Information  Survey  Committee  developed  a 
questionnaire  to  obtain  information  for  and  indi¬ 
cate  attitudes  toward  equal  opportunity  and  the 
affirmative  action  program.  The  survey  was 
adopted  in  the  Ministry  Plan  and  sent  to  all 
employees  in  March  1976. 

(d)  The  Counselling  Committee  followed  up  recommen¬ 
dations  by  the  Advisory  Committee  to  explore  needs 
and  resources  for  career  counselling  in  the  Ministry. 
They  prepared  two  questionnaires--! or  employees 

and  managers--to  determine  needs  and  material  for 
a  brochure  outlining  available  internal  and  exter¬ 
nal  counselling  resources. 
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(e)  The  Information  and  Monitoring  Committee  prepared 
material  for  a  brochure  on  the  affirmative  action 
program,  to  be  published  shortly.  They  reviewed 
women's  participation  in  staff  development  pro¬ 
grams  and  in  summer  student  employment  and  developed 

recommendations  on  a  course  evaluation  form  and 
hiring  students  as  a  result.  These  recommendations 
have  been  implemented.  Statistical  and  analytical 
services  were  carried  out  in  preparing  a  workforce 
analysis  for  the  managers'  orientation  meetings 
in  January,  1976. 

(f)  The  International  Women's  Year  Committee  developed 
proposals  and  assisted  in  organizing  five  special 
seminars  for  all  staff  to  mark  1975.  The  first 
speaker.  Dr.  Jill  Conway,  was  introduced  by  the 
Hon.  W.  Darcy  McKeough  and  a  lunch  was  provided. 
Other  sessions  had  speakers  Rosalie  Abella,  James 
Bennett,  a  panel  on  women  in  the  economy,  and  a 
film  festival.  Details  are  included  elsewhere  in 
this  report. 


Allocation  of  Resources 

The  resources  allocated  to  the  Affirmative  Action  Program 
remained  constant  this  past  year,  in  spite  of  overall 
Ministry  constraints.  The  resources  include  a  full-time 
Women's  Coordinator  (Executive  Officer  3)  and  her  Assistant 
who  provides  administrative  and  support  services.  Addi¬ 
tional  secretarial  services  are  provided  by  the  Ministry 
Office  or  temporary  agencies  when  required. 

Clerical  and  other  program  support  has  been  provided  by 
Information  Services,  Personnel,  Management  Services  and 
Statistical  Services,  primarily  in  gathering  and  producing 
information  related  to  the  program.  Quarterly  reports  on 
male  and  female  salaries  have  been  produced  by  Management 
Services.  Members  of  the  Women's  Advisory  Committee  and 
other  Ministry  staff  have  worked  on  various  projects  in 
the  development  phase  and  Personnel  Officers  have  partici¬ 
pated  in  offering  resume,  interview  and  career  development 
workshops,  and  in  meetings  with  directors. 

Direct  program  expenditures  are  included  in  the  Ministry 
Office  (Deputy  Minister's)  budget.  This  includes  the 
salary  and  administrative  expenses  of  the  Women's  Coordi¬ 
nator  and  her  Assistant,  and  additional  funds  for  project 
development.  In  1975,  a  special  fund  for  International 
Women's  Year  projects  was  administered  by  the  Women's 
Coordinator  and  included  a  series  of  five  seminars  for 
employees  in  the  Ontario  Government  and  financial  support 
and  coordination  for  four  conferences  on  "Women  and  Local 
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Government"  for  citizens  across  the  Province.  The  costs 
of  developing  and  conducting  management  seminars  on  setting 
objectives  for  affirmative  action  were  also  covered  by 

this  fund. 

4.  In  addition  to  these  direct  costs,  resources  were  provided 
from  branch  budgets  to  cover  staff  development  and  training, 
workshop  materials,  and  related  publications;  for  example, 

97  women  employees  were  sponsored  by  their  branches  to 
attend  career  development  workshops  at  $50  each.  See 
Appendix  D  for  1975/76  budget  breakdown. 

IV .  Development  of  a  Data  Base 

1.  In  December  and  January,  a  workforce  analysis  of  TEIA  staff 
was  prepared  by  the  Office  of  the  Women's  Coordinator,  with 
assistance  from  Women's  Advisory  Committee  members  and  Per¬ 
sonnel.  The  analysis  included  data  on  each  branch,  covering 
the  number  of  men  and  women,  their  education,  salary,  age 
and  length  of  service.  The  proportion  of  men  and  women  in 
occupational  groups,  in  management,  professional  and  cler¬ 
ical  levels,  and  in  training  and  development  programs  has 
been  analyzed.  This  information  was  reviewed  by  senior 
management  and  branch  directors  and  will  be  up-dated  semi¬ 
annually  to  monitor  progress  in  meeting  program  objectives. 
(See  Appendix  E,  Tables  1  to  16.) 


V .  Reports  and  Studies 

1.  Special  studies  have  been  conducted  by  the  Women's  Coordi¬ 
nator  and  the  Women's  Advisory  Committee.  Following  a 
survey  of  all  Ministry  employees  in  February  1975  to  deter¬ 
mine  attitudes  to  permanent  part-time  work,  a  report  was 
prepared  which  outlined  the  results  and  was  forwarded  to 
the  Civil  Service  Commission  with  a  submission  to  establish 
a  pilot  part-time  project  in  the  Ministry  (see  below, 

page  8 ) . 

2.  An  information  questionnaire  to  identify  issues  and  atti¬ 
tudes  relating  to  the  Affirmative  Action  Program  was  sent 
to  all  staff  members  in  March  1976.  Results  will  be 
reviewed  and,  where  appropriate,  suggestions  will  be  incor¬ 
porated  in  the  Ministry  Action  Plan.  (See  Appendix  F). 

3.  A  follow-up  study  on  participants  in  the  career  development 
workshops  in  1975,  was  conducted  six  months  later.  Out  of 
78  participants,  40  responded  to  the  questionnaire.  Twelve 
had  left  the  Ministry,  95%  had  taken  further  action,  including 
enrolment  in  night  courses,  competing  successfully  for  other 
jobs  and  taking  on  additional  responsibilities  in  their  cur¬ 
rent  position. 
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In  cooperation  with  Personnel,  the  Women's  Coordinator  has 
been  monitoring  competitions,  primarily  professional  and 
senior  jobs  where  there  are  fewer  women.  There  has  been 
a  freeze  on  all  Ministry  vacancies  since  October  1975, 
therefore  the  number  of  competitions  monitored  was  restricted. 
A  report  prepared  by  the  Women's  Coordinator  indicates  that 
six  competitions  for  professional  positions  were  cancelled  due 
to  realignment,  two  were  filled  by  internal  promotions  (one 
male;  one  female)  and  five  others  remain  frozen. 

Identification  of  Women  with  Potential 


In  1975,  51  women  earning  $17,000  and  up  (or  in  close  range) 
completed  career  goals  and  assessment  forms,  in  conjunction 
with  the  Senior  Appointments  Committee  initiative  to  increase 
the  number  of  women  considered  for  program  executive  posi¬ 
tions.  The  women  were  briefed  by  the  General  Manager  with 
the  Women's  Coordinator,  prior  to  completing  the  forms,  and 
assistance  provided  where  requested.  Each  woman  was  assessed 
by  her  director  and/or  executive  director  and  each  form 
and  assessment  was  reviewed  in  detail  by  the  Policy  Committee 
with  the  Women's  Coordinator,  with  a  view  to  determining 
career  development  plans  where  appropriate.  The  assessments 
were  approved  by  the  Deputy  Minister  and  19  women  were 
recommended  for  inclusion  in  the  Senior  Manpower  Inventory, 
as  eligible  for  further  promotion  to  executive  positions  in 
1976.  (Seven  were  already  on  the  inventory  due  to  their 
senior  position.) 

The  career  goals  and  assessments  were  discussed  with  every 
women  by  her  manager  and  development  plans  for  a  number  of 
them  will  be  reviewed  by  Policy  Committee,  in  accordance  with 
the  Ministry  Action  Plan,  Phase  II.  A  progress  report  tabled 
with  Policy  Committee  in  February  1976  indicated  that,  since 
August  1975,  4  had  been  promoted,  8  had  left  the  Ministry 
for  other  positions,  5  were  on  secondment,  educational 
leave  and  the  Federal  Career  Assignment  Program,  and  4  were 
on  leave  of  absence  for  maternity  or  other  purposes.  (See 
XII.  Breakthroughs . ) 

These  career  goal  and  assessment  forms  have  been  incorporated 
in  a  central  Ministry  inventory  to  invite  qualified  women 
to  apply  for  vacancies  in  the  Ministry.  Ministry  policy 
guidelines  have  been  approved  which  state  that  every  woman 
who  is  invited  and  applies  for  a  competition  will  be  inter¬ 
viewed  and,  if  unsuccessful,  will  be  counselled  to  improve 
her  opportunities  in  the  future. 

A  similar  process  of  identifying  and  assessing  women  below 
the  $17,000  salary  range  is  planned  as  part  of  the  Ministry 
Action  Plan--Phase  II.  Branch  directors  have  been  asked  to 
identify  women  with  management  and  supervisory  potential 
and  those  who  would  benefit  from  bridge  jobs  and  job 
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VIII. 


enrichment.  Plans  to  carry  through  with  their  training  and 
development  have  been  included  in  branch/division  objectives 
for  1976/77. 


Ministry  Action  Plan 

1.  A  plan  outlining  Ministry  objectives  for  affirmative  action, 
program  initiatives,  responsibility  for  implementation  and 

a  timetable  covering  the  period  September  1975  to  March 
1977,  was  prepared  by  the  Women's  Coordinator  with  the 
Women's  Advisory  Committee,  approved  by  Policy  Committee 
and  the  Deputy  Minister,  and  forwarded  to  the  Ministry  of 
Labour  and  Management  Board  in  December  1975.  The  plan 
includes  the  development  of  policies  and  procedures  to 
further  the  objectives  of  achieving  equal  opportunity  and 
focuses  on  these  areas:  information  on  jobs  and  Ministry 
programs;  staff  training  and  development;  counselling;  ori¬ 
entation  to  affirmative  action;  sensitizing  the  recruitment 
and  selection  process;  providing  career  options  through 
flexible  work  arrangements;  setting  objectives  and  monitoring 
progress.  The  plan  includes  a  review  period  in  March  and 
September  1976  and  March  1977.  New  initiatives  will  be 
added  at  these  times  if  appropriate. 

2.  In  spite  of  overall  constraints  and  an  internal  realignment, 
many  of  the  activities  planned  for  Phase  I  (up  to  March 
1976)  have  been  completed  or  are  underway.  Due  to  a  Min¬ 
istry  freeze  on  hiring,  activities  related  to  recruitment 
and  monitoring  competitions  have  been  necessarily  restricted 
in  scope. 

3.  Some  of  activities  undertaken  in  Phase  I  are  highlighted 
elsewhere  in  this  report.  For  a  detailed  summary  on  the 
implementation  of  the  Action  Plan  (Phase  I),  see  Appendix  G. 

International  Women's  Year  Projects 
1 .  Staff  Seminars 

Five  programs  were  held  for  men  and  women  employees  of  TEIA 
and  the  Ontario  Public  Service.  Their  purpose  was  to  offer  an 
opportunity  to  discuss  and  explore  issues  relating  to  the 
changing  roles  of  women  and  men  during  International  Women's 
Year.  The  noon-hour  sessions  focused  on  equality  and  develop¬ 
ment,  two  of  the  United  Nations'  themes  for  IWY .  Program  1, 
"Equality:  The  Goal  and  the  Problem",  was  an  address  by  Dr. 

Jill  Conway  with  an  historical  overview  of  the  changing  role 
of  women  and  its  relevance  for  governments  and  institutions  in 
the  next  few  years.  She  was  introduced  by  the  Treasurer,  the 
Honourable  Darcy  McKeough;  a  buffet  lunch  followed.  Program  2, 
"Equal  Plights  Before  the  Law":  lawyer  Rosalie  Abella  discussed  how 
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the  social  and  economic  roles  of  women  and  men  relate  to  legal 
rights,  and  the  proposed  changes  before  the  Law  Reform  Commis¬ 
sion.  Program  3,  "Women  in  the  Economy:  A  Changing  Role?", 
was  a  panel  discussion  about  where  women  are  today  in  the  labour 
force  and  their  future  prospects,  chaired  by  Kay  Eastham,  Direc¬ 
tor  of  the  Women  Crown  Employees’  Office.  Panel  members  included 
Marnie  Clark,  Ministry  of  Labour,  Judith  Adam,  Mayor's  Task 
Force  on  the  Status  of  Women,  Helen  Salisbury,  TEIA  Senior  Econo¬ 
mist,  and  Larry  Leonard,  TEIA  tax  advisor.  The  fourth  program, 
"Women  in  Canada  Film  Festival,"  included  two  recent  films  which 
were  shown  and  discussed  twice  in  two  consecutive  noon-hours  by 
Canadian  women  film-makers:  "Women  in  Canada"  with  film-maker 
Ingrid  Gadsden;  "The  Visible  Woman" ,  commissioned  by  the  Federa¬ 
tion  of  Women  Teachers'  Association  of  Ontario  with  Jean  Cochrane, 
associate  producer.  The  fifth  program  was  co-sponsored  with 
Industry  and  Tourism  with  James  Bennett,  management  consultant 
and  author  of  Women  in  Business,  on  the  topic  of  the  lack  of 
success  to  date  in  achieving  equal  opportunity  in  the  private 
sector  and  why.  Total  attendance  at  the  seminars  was  1400 
approximately . 

2.  Women  in  Local  Government  Conferences 


With  the  Ontario  Conference  on  Local  Government,  the  Ministry 
co-sponsored  conferences  across  the  Province  during  1975  to 
encourage  and  inform  women  interested  in  participating  in  local 
government  through  elected,  appointed  or  administrative  routes. 

The  Ministry  allocated  $2,500  to  fund  conferences  during  1975- 
76  and  engaged  Ann  Gold,  a  local  government  educator  to  coordi¬ 
nate  the  conferences.  Four  conferences  have  taken  place:  October 
3-4,  at  Seneca  College  covering  the  King  City,  Newmarket,  Aurora 
area;  at  Hamilton,  starting  with  a  City  Council  meeting  on  Feb¬ 
ruary  24,  information  sessions  were  held  with  various  local 
government  committees  and  officials  ending  with  an  all-day  session 
on  April  24;  at  Peterborough,  in  cooperation  with  Sir  Sanford 
Fleming  CAAT ,  April  2-5;  Thunder  Bay,  April  9-11,  in  cooperation 
with  Confederation  College.  Attendance  was  approximately  450. 

3.  Women  in  Local  Government  Booklet 


As  a  working  manual  for  the  above  conferences  and  for  wider 
distribution  following  International  Women's  Year,  a  booklet 
was  prepared  by  TEIA  staff  and  co-sponsored  by  the  Ontario  Con¬ 
ference  on  Local  Government.  In  addition  to  staff  resources, 
$3,000  was  provided  by  other  Ministry  budgets.  The  booklet 
includes  sections  on  personal  commitment,  tips  from  women  in 
local  government  on  how  to  get  involved,  and  a  description  of 
the  Ontario  municipal  system.  Copies  are  available  from  the 
Ontario  Government  Bookstore  for  $1. 
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IX .  Permanent  Part-time  Project 

1.  Following  an  enthusiastic  response  by  Ministry  employees 
and  program  managers  to  a  survey  on  establishing  permanent 
part-time  jobs,  (see  Appendix  H) ,  the  Ministry  put  forward 
a  brief  to  the  Civil  Service  Commission  requesting  the 
establishment  of  such  a  project  on  a  pilot  basis,  and  pro¬ 
posed  a  test  case  involving  Mrs.  Lesley  Kastie,  an  economist 
with  Central  Statistical  Services.  The  submission  was 
approved  and  in  January  1976,  Mrs.  Hastie  began  work  three 
days  a  week  on  a  regular  basis.  She  retains  her  civil  ser¬ 
vant  status  and  her  benefits  and  salary  are  accorded  on  a 
pro-rated  basis. 

2.  It  is  anticipated  that  further  cases  may  be  established  in 
the  next  fiscal  year. 


X .  In-House  Training  and  Development  Programs 

1.  Emphasis  has  been  placed  on  training  clerical  and  secretarial 
staff,  both  on  the  job  and  through  in-house  and  outside 
courses.  To  provide  a  focus  for  this  activity,  three  pro¬ 
grams  were  initiated  in  the  fall  of  19 74--Management 
Apprenticeship,  Bridge  Jobs  and  Job  Enrichment--and  during 
1975/76  considerable  progress  has  been  made  in  implementa¬ 
tion.  In  addition  to  these  programs,  three  branches  rotate 
clerical  staff  through  a  variety  of  job  functions,  giving 
them  broader  experience  and,  in  some  cases,  equipping  them 
for  supervisory  positions. 

2.  The  two-year  Management  Apprenticeship  Program,  initiated 
in  November  1974,  has  continued  with  9  women  and  2  men  par¬ 
ticipating.  Three  of  the  trainees  have  been  promoted  to 
officer  or  supervisory  positions  in  their  branch  since  their 
original  trainee  classification.  One  has  left  the  Ministry 
to  become  Manager,  Support  Services,  in  another  Ministry. 

The  remaining  seven  will  continue  in  their  current  training 
positions  until  the  two-year  term  is  ended. 

3.  During  the  past  year,  7  women  were  "bridged"  from  clerical 

to  professional  positions  (economist  and  financial  officers). 
One  withdrew  before  completing  her  program;  one  is  about  to 
begin  at  the  time  of  writing  this  report.  Two  clerks  who 
had  been  bridged  to  financial  officers  in  1974-75  were  pro¬ 
moted  to  Financial  Officer  2  and  3  positions.  In  addition 
to  on-the-job  training,  these  women  have  been  sponsored  by 
the  Ministry  to  attend  university  and  other  courses. 

4.  Job  enrichment  and  job  re-structuring  have  been  carried  out 
for  33  clerks  and  secretaries  as  a  result  of  job  audits  by 
Personnel  and  managers'  initiatives.  This  enrichment  has 
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been  tailored  to  the  individual  in  her  current  situation, 
with  the  substitution  of  administrative,  research,  or 
information  responsibilities  for  some  of  the  routine  tasks. 
In  some  cases,  routine  tasks  have  been  eliminated  or  mini¬ 
mized  as  a  by-product  of  job  analysis.  Thirteen  of  the 
33  have  been  re-classified  upwards  as  a  result  of  their 
increased  level  of  responsibility.  In  several  instances, 
they  have  moved  from  Secretary  to  Clerk  positions,  which 
may  lead  to  further  bridging  in  the  future.  Job  analysis 
has  been  conducted  on  several  other  positions  but  due  to 
the  limited  scope  of  the  duties  carried  out  by  the  offices 
in  question,  further  enrichment  was  not  considered  possible 
at  present. 

5.  Eight  career  development  workshops  were  held  with  97  women 
employees  attending.  The  workshops  were  conducted  for  the 
Ministry  by  outside  resource  people,  coordinated  by  the 
Office  of  the  Women's  Coordinator,  and  involved  Personnel 
Officers.  Participants  from  other  Ministries  attended, 
and  the  sharing  of  experiences  and  information  between 
Ministries  was  considered  a  major  benefit.  Two  workshops 
were  organized  on  a  pilot  basis  for  the  staff  of  eight 
different  Ministries  in  Sudbury  and  the  vicinity.  Problems 
of  career  development  in  regional  offices  were  explored  as 
well  as  the  resources  available  in  the  community. 

6.  Other  Ministry  programs,  sponsored  by  the  Women's  Advisory 
Committee,  were  noon-hour  talks  on  careers,  how  to  prepare 
resumes  and  the  interview  workshops  described  above.  All 
Ministry  employees  were  invited  to  attend  these  sessions. 


Additional  Activities 

1.  Library  Services  prepared  resource  material  and  biblio¬ 
graphies  for  the  resume  and  interview  workshops.  They 
also  prepared  a  special  bibliography,  "Job  Hunters  and 
Career  Changers"  that  is  used  in  the  career  development 
workshops . 


Breakthroughs 

1 .  Internal 

In  1975,  Patricia  Adams  was  appointed  Director  of  Informa¬ 
tion  Services,  a  Program  Executive  position.  Wendy  Bustin  was 
promoted  from  a  Financial  Officer  3  to  Manager,  Financial 
Accounting  (Financial  Officer  5) ,  the  first  time  a  woman  has 
become  a  manager  in  the  Financial  Information  and  Accounting 
Policy  Branch.  In  the  same  branch,  Rama  Somaya  was  hired  as 
an  Accounting  Supervisor  2,  again  the  first  woman  at  this  level. 
Mairi  Rice  was  promoted  to  Auditor,  Subsidies  Branch,  a  "first" 
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in  this  job  which  requires  travelling  to  visit  municipal  govern¬ 
ment  offices.  A  number  of  breakthroughs  occurred  with  secretaries 
taking  on  additional  responsibilities  and  up-grading  their  posi¬ 
tions.  (See  also  Training  and  Development  Programs,  page  8). 

Two  were  particularly  significant  since  they  represent  new  career 
paths  for  Ministry  secretaries:  Ruth  Taylor  moved  from  a  secre¬ 
tary  to  a  public  relations  officer  classification  in  the  Ministry 
Office;  Linda  Dempster  was  promoted  from  a  Secretary  5  to  a 
Clerk  General  5  in  the  new  position  of  Administrative  Coordina¬ 
tor,  Tax  and  Fiscal  Policy  Branch.  Other  breakthroughs  from 
clerical  to  economist  and  financial  officer  positions  are  des¬ 
cribed  above  (see  page  8).  A  first  for  the  Ontario  Government 
was  the  designation  of  Lesley  Hastie,  an  economist  in  Central 
Statistical  Services,  as  a  permanent  part-time  employee  (see  IX. 
Permanent  Part-time  Project,  page  8). 

2.  External 


Four  senior  women  have  moved  from  the  Ministry  to  senior 
positions  elsewhere:  Catherine  Charlton,  former  executive  assis¬ 
tant  to  the  General  Manager,  became  Manager,  Public  Affairs  at 
Ford  of  Canada;  Harriet  De  Koven,  an  economist  in  Regional  Plan¬ 
ning,  became  Senior  Economist  with  the  Canadian  Bankers 
Association;  Linda  Pesando,  a  senior  advisor  in  Intergovern¬ 
mental  Finance  became  Director  of  Policy  Planning  in  the  Ministry 
of  Culture  and  Recreation;  Susan  Singh,  an  economist  in  Federal- 
Provincial  Affairs,  became  Associate  Director,  Program  Development, 
Ministry  of  Agriculture  and  Food. 
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STATISTICAL  SUMMARY  OF  THE  REPORT  ON  THE 
AFFIRMATIVE  ACTION  PROGRAM 


A  Comparison  of  the  Status  of  TEIGA  Women  Crown  Employees 

1974-75  and  1975-76 


A.  Distribution  by  Number 


DISTRIBUTION  OF  TEIGA 
1974-75  to  1975-76 

PERSONNEL 

BY  SEX 

Table  1 

1974-75 

No.  % 

19  75 
No. 

-76 

% 

Percentage  Change 
1974-75  to  1975-76 

Total 

698 

100.0 

656 

100.0 

-5.6 

Male 

376 

54.0 

357 

54.0 

-5.0 

Female 

322 

46.0 

299 

46.0 

-7.1 

Male/Female  Ratio  . 

1.2 

:  1 

1.2 

:  1 

.  Regular  staff  complement  has  decreased  by  5.6  per  cent  from  698 
to  656. 

.  Distribution  of  personnel  by  sex  has  remained  constant: 

Male  -  54  per  cent 
Female  -  46  per  cent 

.  The  number  of  contract  staff  that  is  female  has  declined 
from  144  to  108  while  the  number  that  is  male  has  decreased 
from  111  to  108. 

.  Proportionately  more  women  than  men  continue  to  be  employed 
as  short  term  unclassified  staff,  while  the  reverse  is  true 
for  full  time  unclassified. 


.  »  r- 


, 


-2- 


B.  Distribution  by  Occupation 


OCCUPATIONAL  DISTRIBUTION  OF  TEIGA 

PERSONNEL  BY 

SEX  AND  CLASSIFICATION, 

1974-75  TO 

1975- 

-76 

Table  2 

1974-75 

1975-76 

Percentage 

Change 

No. 

% 

No. 

% 

1974-75  to 

1975-76 

General  Services 

Total 

246 

100.0 

218 

100.0 

-11.4 

Male 

36 

14.6 

33 

15.1 

-  8.0 

Female 

210 

85.3 

185 

84.9 

-11.9 

Male/Female  Ratio 

1 

:  5.8 

1:5.6 

Scientific  and 
Technical 

Total 

7 

100.0 

6 

100.0 

-14.3 

Male 

4 

57.2 

4 

66.7 

— 

Female 

3 

42.8 

2 

33.3 

-33.3 

Male/Female  Ratio 

1 

.3:1 

2:1 

Administrative  and 
Social  Services 

Total 

444 

100.0 

432 

100.0 

-  2.7 

Male 

334 

75.2 

321 

74.3 

-  6.9 

Female 

110 

24.7 

111 

25.7 

0.9 

Male/Female  Ratio 

3 

:  1 

2.8:1 

.  Occupational  segregation  decreased  slightly  in  the  General 
Services  category  while  the  total  number  decreased. 

.  In  the  Scientific  and  Technical  category  the  male  domination 
increased  although  the  numbers  involved  are  small. 

.  In  spite  of  2.7  percent  decrease  in  total  complement  in 
Administrative  and  Social  Services,  the  number  of  females 
increased  absolutely  by  0.9  percent.  As  a  result  the 
proportion  of  women  increased  from  24.7  percent  to  25.7 
percent . 
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OCCUPATIONAL 
OCCUPATIONS , 

DISTRIBUTION  BY  SEX  FOR  SELECTED 
1974-75  TO  1975-76 

Table 

3 

1974-75  1975-76 

No.  %  No.  % 

Percentage 
1974-75  to 

Change 

1975-76 

Economists 


Total 

179 

100.0 

182 

100.0 

+  1.8 

Male 

139 

77.7 

138 

75.8 

-  .7 

Female 

40 

22.3 

44 

24.2 

+10.0 

Male/Female  Ratio 

3 

i.5:l 

3:1 

Financial  Officers 

Total 

73 

100.0 

74 

100.0 

+  1.3 

Male 

61 

83.6 

58 

78.4 

-  4.9 

Female 

12 

16.4 

16 

21.6 

+33.3 

Male/Female  Ratio 

5:1 

4:1 

Program  Executive 

Total 

36 

100.0 

32 

100.0 

-  5.1 

Male 

34 

94.5 

29 

90.7 

-14.7 

Female 

2 

5.5 

3 

9.3 

+50.0 

Male/Female  Ratio 

17:1 

10:1 

Clerk  General 

Total 

99 

100.0 

94 

100.0 

-  5.1 

Male 

19 

19.2 

17 

18.1 

-10.  5 

Female 

80 

80.8 

77 

81.9 

-  3.7 

Male/Female  Ratio 

1:4.2 

1:4.5 

.  The  number  of  economists  that  are  female  increased  by 
10  percent  while  the  total  number  of  economists  increased 
by  1.8  percent.  However,  as  a  result  of  the  small  starting 
base,  the  male-female  ratio  was  only  altered  from  3.5:1  to 
3:1. 

.  The  number  of  financial  officers  that  are  female  has 
increased  by  33  1/3  percent,  although  the  male-female 
ratio  changed  from  5:1  to  4:1. 

.  An  increase  of  1  from  2  to  3  in  the  female  staff  classified 
as  Program  Executive,  altered  the  male/female  ratic  from 
17:1  to  10:1. 

.  The  occupational  segregation  of  the  Clerk  General  category 
has  increased  to  a  small  degree. 
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C.  Distribution  by  Position  Level 


OCCUPATIONAL  PATTERN  BY 
MARCH  1976 

LEVEL  -  MEN  AND  WOMEN 

Table  4 

Occupational  Level 

Number  of  Men 

Number  of  Women 

%  of  Women 

Managerial /Supervisory 

121 

25 

17.1 

Prof ess ional/ Technical 

219 

92 

29.6 

Secretarial /Clerical 

26 

169 

86.7 

Total* 

366 

286 

43.9 

*Does  not  include 

small  number  of 

operational  positions. 

.No  comparable  data  for  1974-75. 


.Examination  of  position  levels  in  selected  categories 
indicates  an  increase  in  the  number  of  women  in  all  entry 


and  junior  levels, 

but  a 

decrease 

or  no 

change  in  the 

proportion  of  women  above 

the  "3" 

level , 

for  example: 

Economist 

1-3: 

+6.9% 

4-7: 

-3.5% 

Financial  Officer 

1-3: 

+7.4% 

4-7: 

-  (no  change) 

Program  Executive 

1-3: 

+9.1% 

4-5: 

-  (no  change) 

Clerk  General 

2-4: 

+4.3% 

5-7: 

-4.6% 

D.  Distribution  by  Salary 


SALARY  DISTRIBUTION  BY  SEX  1974-75  TO  1975-76 


Table  5 


Total  Male  Female 


6,000-11,999 

38.7 

12.2 

69.6 

12,000-17,999 

25.1 

29.3 

20.2 

18,000-23,999 

22.1 

34.0 

8.1 

24,000-29,999 

10.6 

18.4 

1.5 

30,000-36,999 

3.5 

6.2 

.6 

6,000-11,999 

35.7 

9.5 

66.9 

12,000-17,999 

26.1 

29.4 

22.1 

18,000-23,999 

21.0 

32.5 

7.3 

24,000-29,999 

12.9 

21.2 

2.2 

30,000-36,999 

4.2 

7.3 

.7 

1975-76: 
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.  The  percentage  of  women  earning  less  than  $12,000  decreased 
by  almost  3  points. 

.  The  percentage  of  women  earning  $12,000-17,999  increased 
by  almost  2  points. 

.  The  percentage  of  women  earning  $18,000-23,999  decreased 
by  .8  points. 

.  While  the  percentage  of  women  earning  $24,000-29,999 

increased  by  1.4  points,  the  percentage  of  men  in  that  range 
increased  by  2.8  points. 

.  While  the  percentage  of  women  earning  in  excess  of  $30,000 
increased  slightly,  by  .1  point,  the  percentage  of  men  in 
that  range  rose  by  1.1  points. 

.  Looking  at  a  broader  salary  range: 

-  the  number  and  percentage  of  women  earning  under  $10,000 
dropped  from  52%  to  45%  of  total  staff  while  the 
proportion  of  men  remained  constant  at  6% 

-  the  number  and  proportion  of  male  employees  earning  over 
$15,000  increased  from  72%  to  78%  of  all  employees  while 
the  number  of  women  decreased  from  55  to  51  although  the 
proportion  remained  constant  at  17%. 

-  the  proportion  of  men  earning  in  excess  of  $18,000 
increased  from  58.5%  to  61.1%  while  the  proportion  of 
women  remained  constant. 


PARTICIPATION  IN  STAFF  DEVELOPMENT  AND 

TRAINING,  1974/75  and  1975/76  Table  6 


Type  of  Course 

1974/75 

1975/76 

Male 

Female 

%  Female 

Male 

Female 

%  Female 

Management/ Supervisory 

26 

27 

50.9 

86 

32 

27. 11 

Interpersonal  Skills 

16 

32 

66.7 

53 

1452 

73.2 

Secretarial /Clerical 

0 

12 

100.0 

0 

24 

100.0 

Technical /Professional 

45 

31 

40.7 

78 

92 

54. 13 

4 

Total 

87 

102 

54.0 

217 

293 

57. 45 

Drop  in  percent  female  participation  although  numbers  increased. 

Large  numbers  due  to  attendance  of  97  at  TEIGA  career  development 
workshops . 

Increase  in  number  and  percent  female  participation  (reflects  increased 
enrolment  in  university  courses). 

Figures  exclude  participation  in  conventions  and  conferences. 

Without  career  development  workshops,  overall  female  participation 
would  be  47.4  percent. 
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F.  Promotions  and  Hiring 


HIRING  AND  PROMOTION,  1974-75 

TO  1975-76 

Table  7 

1974-75 

1975-76 

Percentage  Change 

1974-75  to  1975-76 

Hiring 


Total 

194 

65 

-66 

Male 

92 

34 

-63 

Female 

102 

31 

-69.6 

Promotions 

Total 

234 

160 

-31.6 

Male 

129 

83 

-35.7 

Female 

105 

77 

-26.7 

.  Hiring 

and  promotional 

activity  declined 

for  both  men  and  women 

in  1975/76.  The  decline  in  hiring  females  was  greater  than  that 
of  males although  the  decline  in  promoting  females  was  less  than 
that  for  males. 

.  The  proportion  of  women  hired  decreased  from  52.5  to  47.6  percent 
of  hires;  the  proportion  of  promotions  rose  for  women  from  44.8 
to  48.1  percent. 

.  In  1975/76,  58.4  percent  of  women's  promotions  were  in  the 
secretarial/clerical  series,  compared  to  8.4  percent  of  men's. 

.  In  the  professional  categories,  women  received  31  promotions 
or  29.5  percent  of  the  total,  while  comprising  some  24  percent 
of  that  category. 

.  In  1975/76,  77.4  percent  of  the  women  hired  were  in  the 

secretarial/clerical  series.  In  professional  categories,  7  women 
were  hired  compared  to  29  men,  representing  19.4  percent  of 
the  total. 

G.  Implications  for  Affirmative  Action 

1.  Need  to  review  the  distribution  of  men  and  women  in  unclassified 
staff  and  the  higher  proportion  of  women  in  short-term  unclassified 
positions . 

2.  Possible  reverse  discrimination  in  hiring  women  rather  than  men 
in  secretarial/clerical  positions;  need  to  review  applicants 
for  these  competitions  and  ways  of  decreasing  trend  to  further 
segregation. 

3.  Despite  some  growth  in  number  of  women  in  professional  job 
categories,  numbers  are  still  small  and  the  decreased  number  of 
openings  available  in  future  indicate  this  growth  is  not  likely 
to  continue.  Even  if  it  did  continue  at  the  rate  it  has  during 
1975-76 ,  changes  in  the  occupational  distribution  would  take  a 
long  time  to  reach  a  figure  of  40  percent  participation  by  women. 
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For  example: 

-  if  the  percentage  of  women  economists  increased  by  1.9  percent 
each  year,  it  would  take  8.5  years  to  reach  40  percent  women. 

-  if  the  percentage  of  women  financial  officers  increased  by  4.1 
percent  per  year,  it  would  take  4  years  to  reach  40  percent  women. 

(Note:  40  percent  is  used  as  a  target  figure  since  it  represents  the 
lowest  end  of  the  range  (40-60  percent)  to  define  jobs  which  are 
integrated  and  not  sex-segregated.  It  is  lower  than  the  actual 
proportion  of  women  (46  percent)  which  has  existed  for  the  past 
two  years  in  TEIGA.) 

4.  Some  gains  have  been  made  in  hiring  women  at  the  entry  and  junior 
professional  levels;  however,  we  are  not  retaining  some  of  our 
senior  professional  women  and  are  not  replacing  them  with  women. 

Men  continue  to  be  hired  at  and  promoted  to  the  senior  levels. 

5.  Need  to  examine  access  of  women  to  management  and  supervisory 
training  programs. 

6.  Hiring  of  women  professional  staff  was  below  their  overall  level 
of  representation  (24%)  in  professional  jobs  in  the  Ministry. 


G.  Carr 
30/7/76 


Acknowledgement:  The  data  for  this  summary 
were  provided  by  the  Personnel  and  Management 
Services  Branches.  Analysis  was  prepared  by 
staff  in  Central  Statistical  Services  and 
the  Economic  Policy  Branch. 


